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. 0ak Ridge Operations Office
1995 96 Work Force Restructuring Plan Addendum

Introduction and Background

The current Oak Ridge Operations Office (ORO) Work Force Restructuring Plan
(WFR Plan), developed and approved to implement contractor work force
changes announced in May 1995, was developed to accomplish necessary
employment reductions in a phased manner over a 12-18 month period through
September 1996. It was initially estimated that up to approximately 900
ORO contractor and subcontractor jobs would be eliminated. Those
reductions were anticipated due to changing missions and cost-saving
efforts in various ORO programs, as well as the anticipated need to plan in
a business-1ike manner for the likelihood of reduced program budgets.

The WFR Plan described several programs designed to assist impacted
workers. Those programs included Voluntary Separation Programs,
Outplacement Assistance, and Displaced Workers Medical Benefits, all of
which have been effectively used during the initial implementation phases .
of the’Plan.  Key stakeholders were kept informed of the need for these
further actions thrpugh regular meetings of the Adjustment Assistance
Coordinating Council.” It includes ORO, contractors and worker
representatives, and is an ongoing forum for communication about work force
restructuring issues.

»

Because ORO is a multi-program office, employment reductions under the

" current Plan have occurred among both Management and Operating (M&0) and

support services prime contractors, as well as among several sub-
contractors. Through May 31, 1996, approximately 430 contractor and-
subcontractor employees were separated by both voluntary and involuntary
means (excluding "normal" attrition unrelated to work force restructuring
and actions resu]t1ng from normal completion of contracts and
subcontracts).

. Retirement Incentive Program at Lockheed Martin Energy Systems, Inc.(LMES)

The major objective at this time is to determine if there are other
programs that would enable impacted workers to separate voluntarily, -
thereby reducing the number who must be terminated "involuntarily. This
1995-96 Plan Addendum describes a Retirement Incentive Program which has
been approved for implementation by LMES, and which will assist in
accomplishing this objective. It is expected that Voluntary Reduction in
Force Programs included in the initial WFR Plan will also continue to be



" The majority of WFR-related Séparations have been voluntary; however, it

continue this pattern withoyt providing additional options. Ip 1994, the
ORO WFR Plan included a Special Retirement Incentive Program, which
successfully helped ORQ avoid invo]untary layoffs that year. However,
early retirement Programs ara costly. Consequent]y, it was determined in
developing the 1995-96 WFR Plan not to use that type of Program initjally,
The basis for now adding a retirement incentive as an addendum to the
current Plan is discysseq below.

A significant organizational change occurred on January 1, 1996, in one of
ORO’s principal Contractors. on that date, the Lockheed Martin Energy
Research Corporatigh (LMER) was established as 3 separate and distinct
corporate entity from LMES. While both continue under the Lockheed Martinp
Corporate umbrella, LMER is now responsible for management and operation of
the Qak Ridge Nationa] Laboratory (ORNL), under 3 Management and Operating
(M&0) contract with DOE/QRQ. LMES continues to manage and operate the Y-j2
Plant and K-25 Site under 4 Séparate M&0 contract,

budgets. LMESAevaluated several downsizing a]teknatives, including four
different Voluntary Reduction-in-Force (VRIF) programs, an InvoTuntary 

benefit withoyt unduly draining Program dollars, ang thereby potentially
adversaly affecting additional employeas, Because_the LMES Pension Plan
has continued to experience excellent investment returns in recent years,
it has beep determined actuarially that the additiona] enhanced benefits
that will be paid out over the lives of the retirees (§19.8 mi11ion),‘can
be afforded With no adverse effect on the financia] stability of the



Tiability of less than one percent. Eyep with this retirement incentive
program, no contributions tg the Pension Pl1ap Will be required at least
through FY 1997

e
(discussed below), the tota] cost of the Transition Assistance Payments
will be approximately $2.8 million, all of which must be paid from program
budgets. This combination of paying for the Program largely from surplus
pension funds, and tg 4 much smaller extent from program budgets, optimizes
the objectives of further enabling voluntary Separations, whije minimizing
costs that coyld impact additional employees.

- Lump sum transition assistance payment of $5,000.

give employees at Teast 45 days to consider the General Release and Wajver
and Supporting information, and 7 days after execution to rescind the
Waiver. Separation dates will be approved by the company, and may be
extended to as Tate as August 31, 1997, ip dccordance with Programmatic
needs.. : '

Based on the rates of acceptances of eligible employees in the Retirement
Incentive Program that wWas offered ip 1994, LMES has.projected that
approximately 555 employees would vo]untari7y accept this retirement
incentive. At the same time, LMES Projects the need to reduce 500-600
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employees as a result of Fy 1997 budget reductions, and a5 a starting point
toward reengineering its organization.

During the Retirement Incentive Prdgrém open window, 37s employees applied
for it. of those,{lSZ retired and left the Payroll by September 30, 1996;

Management Programs to ensure that high—priority’work could be accomplished
within the expected FY 1997 budget. By mid-September 300 RIF notices were
issued; most of who will Jeave the payrol] by the end of October 1996. No
retirement eligible employees were affected by the involuntary separation
programs. : '

Force Restructuring Plan. These benefits include severance payments, as
well as displaced worker medica],'education, relocation, outplacement
assistance and preference in hiring among DOE contractors in Oak Ridge and
Other sites across the country,

- Voluntary Reduction—in—Force Program at [MgR

The ORNL needed to reduce its work force by approxihate]y 120 positions as
3 result of budget reductions. QRNL implemented a VRIF with enhanced
Severance pay (150 percent) to attract a5 many volunteers as possible in
all cocs "job families," except in the hourly occupations where reductions
are not needed. This VRIF allowed management to be selective in whom they
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approved to Participate in order to address skilj mix issues and allow for
the retention of critical skills. However, it was projected that the
necessary employment reduction could only be partially accomplished with
the VRIF and the remaining reductions occurred involuntarily.

Several VRIF options were reviewed, and the 150 percent enhancement of
normal severance Pay was determined to be the most desirable after due
consideratian tg affordabi]ity and employee attractjveness issues. A

During the VRIF open window, 93 employees applied for a VRIF. Of those 49
were approved, 36 were not approved, and 8 were withdrawn. ' ‘

. InvoTuntary Reduct?on—in—Force Program at LMER

reduction-in-forca (IRIF) notices.- Notices were given to 78 emp]oyees<pn
July 31;_1996? consistent with its company policy. By September 30, 1996,
17 workers Teft the Payroll via the IRIF. The workers received benefits
consistent with the terms and conditions of the current 1995-1996- 0ak Ridge
Work Force Restructuring Plan. . ‘ :

. Conclusion

The LMES-proposed Retirement Incentive Program and the Involuntary
Separation Program represent the best options for achieving additional
voluntary and involuntary separations at reasonable cost in the Defense and
Environmental Management Programs. The LMER VRIF, followed by an ‘
involuntary reduction, represents the best option for achieving the cost-
effective reductions at the ORNL.
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